Creativity is an attitude, human and dynamic, promoting change and development, both on an individual and social level. Although their procedure is individual, their work takes the collective form in a discontinued and instantaneous process, not harming the subjects in the concern of evaluating its impact. Their condition is the climate, the team environment, presupposes the training, the learning of methods, the continuous generation of ideas, questions that, assuming divergent and lateral thinking, necessarily induce the management of their conflicts. In this sense, we try to find, through a group of researchers and specialized coordinators, indications of such management in the teams they have oriented. In order to do this, we used two tests, one about creativity, and another about conflicts, and the statistical package for the social sciences (SPSS-Portuguese version), where we could see that conflict management in creative researchers is an evidence, due to the search for improvements in performance and in productivity, on the part of its members, and due to the absence of conflicts in the studied object.
innovation and functionality, are linked together, and discussed openly; those who have less promising ideas consciously reject them. Obviously, mixing all conflict styles behaviour -competition, collaboration, and commitment -are important for producing something innovative and functional. This study is in contradiction with the explanations of De Dreu (2006) , who only sees collaboration as the most important contribution to group behaviour regarding the possibility of its members facing situations of cognitive conflict in the task. The potential benefits and limitations of cognitive conflicts in team performance should explore, in more detail, the various experiences over a given period of time.
Then, Dominguéz (2013) , concluded that it is possible, therefore, to induce in the worker the capacity to be creative. In this sense, their study has increased the understanding of how companies can positively manage future adversity and, above all, promote innovation in organizations. We see that there are ways to manage creative team conflicts. Even with respect to this author, if subjects are more emotionally intelligent, more proactive, are able to manage their perceptions in a better way, and are better able to learn from adversity. In addition, they are also better able to reduce the negative effects that could cause, among other things, conflict asymmetries to the impact on creativity. Adverse situations that a worker may face in the workplace need not always be negative. Or, at least, there is no reason for them not to create positive ways for workers or their organizations.
Diversity in teams actually produces results, more productive or more destructive. Team building allows them to increase effectiveness while reducing negative conflicts. These trained subjects could create value for their organizations by identifying and separating unproductive conflicts, and not connoting them directly, with relationships.
For Rosso (2014) , the literature, until now, speaks about the impact of creativity restrictions, which traditionally has negative restrictions, such as unwanted external conditions that kill it. The conventional narrative underlying this perspective is that the constraints need to be mitigated, as well as to produce creativity. Rather, this study reveals that for creative teams in formalist organizations, there may be freedom in restraint. This freedom comes from knowing what to do with constraints as they emerge, seeking to find the right constraints in the right balance, and creating an environment in which they can be perceived as opportunities, not obstacles.
Thus, creative teams are two or more people who come together to work in order to achieve a common goal that has never existed or is modified, if it exists, such as:
-Creation of a new product line.
-Updating organization policies.
-Planning a picnic with the employees. This presupposes that the organization, when intending to use its own or other resources, with the aim of promoting effectiveness, efficiency, and turning to results, should use teams of this nature, since they build something in the work to be developed, through themselves, involving the members for work that must be done, and these enable them. In short, a creative team should be empowered with members:
• Coming from several organization units • From different ages.
• From different areas of expertise.
• With different levels of antiquity.
• With a mix of experiences.
• From different cultural backgrounds. However, given the global advances in technology, and the complexity of organizations, only its members training is not enough, they must be self-managed, that is, having people coming from organization different areas, small in number of members, (large groups create communication problems), multidisciplinary, and empowered to act, and that is the future.
METHODOLOGY

Objectives
As a general goal, we want to verify that conflict management in creative researchers is evidence for the state of the art in question. As specific objectives, we want to determine the potential of conflict management in creative researchers, their involvement, and the constraints and benefits that have arisen.
Hypothesis
1. Conflicts can be managed by creative researchers.
2. To what extent the diversity of creative researchers benefits the management of conflicts in them.
3. What variables can stimulate researchers in conflict management 4. What is the creativity phase that creates more conflict in creative researchers 5. Which variables, observed that indicate a greater propensity to the conflict in creative researchers.
6. What variables make effective management in creative researchers.
Sample
The sample is made up of the principal investigators and specialized area coordinators of a Portuguese startup, the "BLC3", a non-profit association, which carries out research activities and technological intensification of excellence, ideas and companies incubation, and economical tissue support, and curricular team leaders of a creativity workshop, given at the Polytechnic Institute of Tomar.
DISCUSSION
In the hypothesis analysis, and given the sample size, we used the Chi-Square Test. Regarding the first hypothesis (Table 1) , if conflicts in creative researchers can be managed, and management predicts, organizes, plans, coordinates, and controls, we find that there are no significant differences in most of the variables in this distribution and as such creative researchers can be managed, since there is a balance between the conflict variables, not affecting these the creativity variables. This presupposes that all subjects have the ability to actually manage themselves, and it is in keeping with previously mentioned studies in this work, in which researchers can be managed in order to improve their performance and productivity, although the pure creatives are, essentially autonomous. According with the second hypothesis (Table 2) , if the diversity of creative researchers benefits the conflicts management, if we look at the variables that imply diversity, that is, the workplace origin, the profession, the qualifications, sex, country of origin, and age, there are no differences in the existence of conflicts. Only the profession, in this case, may not benefit directly and immediately the management of the conflicts, because, possibly, coordination functions may clash with research and learning functions, but we think that this does not happen, because if we meet the challenges (table 2), we find that there is a common sharing of interests. Table 2 Regarding the third hypothesis (Table 1) , about the variables that can stimulate the creative researchers in conflict management, we see that the creativity variables and most of the conflict variables provide strong stimulation to the teams to manage conflicts.
According to Table 1 , the fourth hypothesis, about the creativity phase that generates the most conflicts in the creative researchers, we find that there are no conflicts at all process stages since no inherent variable rejects the hypothesis. Studies indicate that, typically, if conflicts are generated, they may appear at the beginning of a project. According with the second hypothesis (Table 2) , if the diversity of creative researchers benefits the conflicts management, if we look at the variables that imply diversity, that is, the workplace origin, the profession, the qualifications, sex, country of origin, and age, there are no differences in the existence of conflicts. Only the profession, in this case, may not benefit directly and immediately the management of the conflicts, because, possibly, coordination functions may clash with research and learning functions, but we think that this does not happen, because if we meet the challenges (table 2), we find that there is a common sharing of interests. a. 0 cells (0, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 7, 5.
b. 4 cells (100, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 3, 8.
c. 0 cells (0, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 5, 0.
d. 11 cells (100, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 1, 4. Table 2 Regarding the third hypothesis (Table 1) , about the variables that can stimulate the creative researchers in conflict management, we see that the creativity variables and most of the conflict variables provide strong stimulation to the teams to manage conflicts.
According to Table 1 , the fourth hypothesis, about the creativity phase that generates the most conflicts in the creative researchers, we find that there are no conflicts at all process stages since no inherent variable rejects the hypothesis. Studies indicate that, typically, if conflicts are generated, they may appear at the beginning of a project. a. 0 cells (0, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 7, 5. b. 4 cells (100, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 3, 8. c. 0 cells (0, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 5, 0. d. 11 cells (100, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 1, 4. a. 0 cells (0, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 7, 5. b. 4 cells (100, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 3, 8. c. 0 cells (0, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 5, 0. d. 11 cells (100, 0%) have expected frequencies less than 5. The minimum expected cell frequency is 1, 4.
